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In this article, we analyze the incorporation of youth as an intrinsic quality of the worker in the new culture of work by using the reference of work in the information technology sector 2 that in the business perspective brings together innovation and youth as synonyms of flexibility in a context of informational capitalism. Also within this sector, we prioritized "digital" workers 3 focused on creation, development, and management of software programs, applications, and digital games, as well as systems analysts, IT consultants, database administrators and others who think about productive processes in a broader perspective and create new work procedures (Lima & Oliveira, 2017) . 4 Given that these workers master the logical applications for using computational languages they would, in theory, have ample autonomy in an activity that is difficult to standardize.
The discussion is based on research conducted on a population of 47 IT professionals in the State of São Paulo from 2013 to 2016. These workers were contacted using the snowball sampling technique, where one contact suggests others. Interviews were conducted in person and by Skype. Most of the interviewees were under 30 and worked in various cities in the state, at companies of different sizes, and represented a range of roles within the sector at a diversity of skill and compensation levels. Although some women were interviewed, the majority of the informants were men, which is a reflection of a characteristic of a field that bears gender stereotypes and makes working in technology a predominantly male activity.
5
The article starts with a discussion about generation and youth classification followed by the business characterization of generation Y, or Millennium, an explanation of the work in information technology and what defines it, such as the constant renewal of technology, its early outdating and obsolescence by new programming and languages, which bring about relativizing work experience through the demand for constant updating in addition to entrepreneurship and innovation, which are seen as qualities in workers. We then move onto side "B" of this activity in discussing the relationship between creative work and the instability of the productive process and work relations.
generation, Youth and labor
We live in times where youth has become an incontrovertible value as it represents the new, the modern, and the desirable. Being young is being open to modification, change, and risk. Young people are the ones who dictate trends.
They are more informed and easily adaptable to the speed of technological innovation and its resulting time-space compression, which is emblematic of the 776 youth and the new culture of work: considerations drawn from digital work sociol. antropol. | rio de janeiro, v.07.03: 773 -797, december, 2017 "height" of capitalist modernity. We all wish we were young. The growth of mass consumption and the media contribute to this "juvenilizing" by reinforcing youth as a lifestyle that does not pertain to any particular generation, but rather to a process that has been underway since the 1950s with the growing prominence of youth that peaked with the "cultural revolution" in the decade that followed.
The fact that a group of people are born at the same time does not necessarily mean that their behavior will be similar, even though they may have shared experiences or witnessed the same facts (Mannheim, 1993) . In other words, what is sociological cannot be deduced from what is biological. What constitutes a generation is not shared content, but rather how the content is appropriated and enables the shaping of a collective (Motta & Weller, 2010) . Just like other stages in life, youth is a social, historical, and cultural construct, which therefore has differentiated functions, representations, and meanings in each period (Bourdieu, 1983; Peralva, 1997; Ravasco & Mancebo, 2010) .
For example, the use of the concept of the generation disconnected from its historical-political-cultural context, the idea of a "youth," in the singular, gives importance to crystalizing and essentialist elements and draws attention to certain traits that would be common in "youth." Consequently, "youths" or "youth cultures," plural, stress "discriminatory factors that trigger internal divisions within this generational universe" and contribute to a plural and diverse view of youth (Pais, 2005: 111) . Diogenes's (2009) perspective on this is that youth (or youths) would represent social segments that define themselves more by their practices and ways of acting and experimenting than by set and stable concepts and references. This makes it difficult to represent youth cultures, since they are characterized precisely by their plural and mobile meanings and are not, therefore, merely a transitional stage.
Whereas institutions in a broad sense, like Government, family and school understand youth as the passage from one stage of life to another, a "transformation" for young people themselves, "their existence and action in the world is anchored in the present" (Reguillo, 2007: 52) . This did not go unnoticed by the market, which is very competent at exploiting this "group," a major consumer; several product lines are aimed at this market or at the lifestyle represented by this "youth."
Nowadays, young people live in a social order marked by mobility, risk, insecurity, and uncertainty. Their biographies are traced by the process of deinstitutionalizing the course of life (Leccardi, 2005) , just as Sennet (2009) (Pais, 2005; Sennett, 2009) .
Considering the increasingly fast pace at which technological innovations emerge and that computerization takes on a fundamental role in social life in general, the work of the youngest people has started to be appreciated for the fact that they can potentially be molded to the demands of productivity and, in theory, be more open to creativity and innovation, in addition to being flexible and mobile (in terms of space, time and work positions), which have become the new mantra of contemporary capitalism. Young people take on a core role in the spheres of consumption, development of digital technologies, and cultural production (Canclini, 2012) .
Not all young people, however, manage to engage in socially-valued activities marked by creativity and innovation. Most youth dedicate themselves to unstable and little valued jobs. Therefore, we can say that there are at least two youths in relation to work: a majority who are made to be insecure and excluded not just from the information-based society, but also from access to institutions and social rights, who survive on the borderline that separates the legal from the illegal and illicit, and the other group, the minority, who are inserted into the avatars of digital society and have access to rights and membership in society (Reguillo, 2010: 432) .
On the one hand, there would be youth who create trends, who are better informed, connected, and integrated into the labor market, the trendsetters (Pozo, 2012) . They would also resemble the notion of "yes-yes" youth given that they appear at the center of the idealization of contemporary youth in terms of broad access to education and multiple possibilities for time-space mobility, as well as flexibility in dealing with ways of working and employment contracts.
In contrast, there would be the "neither-nor" youth who neither study nor work (Cardoso, 2013) , have fewer social and cultural assets and end up relegated to quite a different condition. There is no possible future for these young people, just an uninspired, immediate and often brief present (Leccredi, 2005) .
The emphasis on promoting youth in society and in the contemporary work world is commonly referred to as "generation Y" in the literature on management focused on business and human resources and in the media in general. The academic debate on generation is thus replaced by the dominant notion of common sense regarding age intervals, usually from 15 to 30 years each, which makes it possible to attribute a series of characteristics to people of the same age bracket. In this context, the increase in the population's life expectancy would lead to the coexistence of four or five different generations and at least three of them would share the same work spaces (Lancaster & Stillman, 2011) .
The oldest of these is the traditional, or "Belle Époque," generation, which would be made up of people born between the 1920s and the mid-1940s, who are characterized by their appreciation for honor and respect, and who would 778 youth and the new culture of work: considerations drawn from digital work sociol. antropol. | rio de janeiro, v.07.03: 773 -797, december, 2017 tend to remain in the same job over a long period. This generation would be followed by the baby-boomers, who were born between the end of the Second World War and the early 1960s -in the midst of the prosperity of the reconstruction of the main countries involved in the conflict and the developmental policies of the countries on the periphery -and were defined by their respect
for family values, discipline in school and work, and by obedience, and reflect the height of the Fordist era. The next generation, X, would be made up of those born between the mid-1960s and the end of the 70s, and their fundamental characteristics would be skepticism, pragmatism, and an appreciation for work (Oliveira, 2010; Loyola, 2009) . Generation Y would be between generation X and that which has been called "Z." The latter would be made up of young people born since the end of the 1990s, the "digital natives," who are even more intimately connected with information technology than the previous generation. (Loyola, 2009; Oliveira, 2010; Oliveira, Piccinini & Bittencourt, 2012; Cavazotte, Lemos & Viana, 2012; Lemos, 2012) . This concept of "generation Y" fits in perfectly with the business discourse when considering the productive and economic restructuring of the 1980s and 90s, the flexibility of markets and the re-establishment of work relations.
The notion of "flexibility" at work involves several dimensions. It is related not only to the ways we hire outside the traditional order of salaries, but also to the workday, the diversification of activities and roles, mastery of different types of knowledge and "creativity." Autonomy and the ways control is exerted on work tend to be decreasingly less regulated by direct surveillance and start to be more related to goals and results, which is made possible by technology and the greater responsibility of the worker. The IT sector includes a great diversity of related activities in information management (applications, production, storage, transmission, access, security), based on computer resources in search of solutions for various purposes. Having established a clear relationship to the software production "industry" (its best-known face), however, the IT sector stretches much further and has the intrinsic characteristic of permanent revolution of languages, procedures and technologies.
The profiles of the workers in the sector shows that they are very young. any child who uses computers a lot, to play a lot of games and these games brought me to the world of programming. I started making small programs for the game itself, and I really liked it (Thiago, 27, systems analyst).
Familiarity with computers is perceived as being natural in these workers' growth and learning. At first it seemed to be akin to child's play, something that was learned by doing, through experience. Over time the "play" became more serious and these young people started producing small programs, like certain online games, or seeking solutions to everyday problems through computers. This interest often led to pursuing higher education in fields like computer engineering, computer science, data processing, among others. However, this affinity since childhood is not always what leads to an education in IT,
since not all professionals have formal education in the field but rather have been self-taught.
Neither formal studies nor a diploma guarantee a future given that without constant updating, the worker will not be able to remain in the field and can be easily discarded from the labor market. Consequently, since content is constantly changing, demonstrating the skill and willingness to solve problems is what makes the ideal worker; they do not necessarily have to know the answer, but must have the potential to learn, to be a "problem-solver," which is the way many of these professionals describe themselves. Sennett (2006) develops the discussion on the topic of "uselessness" by addressing the issue of age, of "ageing." Additionally, he states that among the forces that make up the "ghost of uselessness" is the workers' fear that their knowledge and skills might not be useful or sufficient anymore and could result in losing their jobs, or worse, being excluded from access the job market. This is felt particularly in the IT field because of the speed at which new technologies, equipment and software are discovered, incorporated, and become obsolete. Although software does not "grow old" in the sense of wear and tear, given its "immaterial" nature, it does stop working with changes to hardware, i.e., with machines that do not "run" it and new software that incorporates and innovates its features and languages, adjusting itself to the specific types of businesses for which they are destined.
The new demands are not lost on IT workers who point out that the main attribute for staying in the field is the willingness to learn, to constantly update, that is, to be constantly studying:
It is a profession where you can never stop studying. Eric, 37, says that he "used to be young," that he is already quite mature or old for this career. In his opinion, youth is related to the never-ending ability to learn, innovate, to "think that nothing is impossible," whereas the older ones tend to resist more and are less willing to keep up with changes. In this sense, ageing has nothing to do with the physical ability to stay in the business, but rather with the "willingness" to do so, where youth have the "energy" for doing so.
Likewise, Bernardo, 28, already acknowledges differences between he and younger workers, especially as they relate to the ability to think logically:
In our field of development, we work a lot with logic and logic demands a lot of your reasoning, you must really think. Even we who are twenty-eight, thirty, we already notice a greater challenge than we did when we were young for thinking and having logical reasoning (Bernardo, 28 years, analyst developer).
Even when they claim that age is not an issue, they point out that it is necessary to have an "innovative profile," the ability to adapt to new situations and be mobile. Moreover, their family responsibilities would be smaller:
because the young person is more willing to constantly change, get to know new things. Older people already have lots of experience and are more set in their ways, want a quieter and stable lifestyle for family and all the rest; they do not want to be travelling every day and week... (Cristiano, 26, IT consultant).
In fact, it is a job for people who are updated. Paying attention to what has already been learned and avoiding the new would be characteristics of older professionals, according to the workers. Considering this, Sennett (2006: 92) says that the older workers are better "masters of themselves" and critical. They judge the training offered in training courses and thus "the experienced worker complicates the meaning of what he is learning and evaluates it according to his past."
The relationship between age and work raises the issue of experience.
If aging is a problem mostly for occupations, then acquiring experience, which comes with age, would be the positive side of this process. Thus, if older people are no longer as agile and mobile as the young, then they would have work experience that the youngest have yet to acquire, which would thus represent an advantage for the former in relation to the latter. Nevertheless, considering the way the work world is currently set up, we realize that the meaning and value of experience has changed.
In the IT sector workers hold the view that experience is important, but not necessarily in the usual sense, i.e., an accumulation of technical knowledge or expertise for developing business and solving work problems; they especially identify experience as accumulated learning in terms of personal relations, instead. This is expressed in the previous discussion regarding the duration of the knowledge. If the tools, languages and techniques move all the time, embracing knowledge obtained at other times can be counterproductive. On the other hand, there is an increasing demand for skills related to communicating and interacting with others, be it with team members, superiors, or clients.
Therefore, the experience being reinforced seems to be more closely related to social skills, "knowing how to speak," or "knowing how to behave," in short, The skills for steering interpersonal relationships forged in and by work and those for dealing with different situations are at the top of the list of qualities that professionals point to as being necessary for staying in the IT field, almost as much as the need for constant study and updating. It is in this sense that Boltanski and Chiapello (2009: 170) claim that in the new spirit of capitalism, the characteristics of workers' personalities are valued and used by the company. In other words, "communicative qualities and attention and openness to differences count more than efficiency measured by the ability to reach previously-defined objectives." The worker's flexibility, ability to adapt, and learning are worth more than the worker's technical specialties (in constant change) and experience. "Soft skills" are appreciated more than "know-how."
Creative work as flexible work
The creative nature of work is at the core of the very concept of work as pointed out by Marx (2011) in discussing the general intellect, i.e., the collective nature of intellectual work, the power of objective knowledge that brings about technical, scientific, and even artistic knowledge. Although it does not deepen in its characterization, the productive nature of the work of an opera singer stands out when she sells her work, which is the result of her talent, and adds value.
Nevertheless, it would not be until 1990s, in the context of economic restructuring and neoliberal policies in some industrialized countries where industrial activities shift to intensive activities in knowledge of the service sector, that creative or cognitive work would become the subject of systematic research, whether it be in the theory of cognitive capitalism (Hardt & Negri, 2001) , or in the discussion of the immateriality of work (Gorz, 2005 What these activities have in common is their "immaterial" nature, the non-tangible aspects of production and work, whose repetition and distribution would be achieved through electronic media, the internet, or books, CDs, computer programs, apps and other artifacts. Work would be restricted to concepts.
Its maintenance and/or reproduction would characterize another phase that involves other service jobs or physical production for distribution (books, CDs, mobile phones, laptops, etc.). Creativity is the fundamental element for creating intellectual property; culture is understood in terms of cultural objects that are defined by the socially shared meanings they carry, and creative industries transform these meanings into economic value, where there is a convergence of arts, business, and technology (Hesmondhalgh & Baker, 2010; Bendassolli et al., 2009 ).
Within the "informational" logic, the trend would be that work become increasingly independent and creative. The information technology sector, which is paradigmatic of a new labor world, would be the one that best provides its workers the chance to exercise their creative potential and free themselves from the exploitation and routine imposed by industrial work (Cocco & Vilarim, 2009 ). However, in this sector we can find workers engaged both in jobs that develop creativity and make it possible to have a heightened level of autonomy, and in activities that carry out tasks marked by standardization and routine, and there is between these two extremes a full range of situations that cannot be definitely classified as creative or not creative, autonomous and not autonomous, precarious or not precarious.
For workers, work demands creativity. Being creative is generally associated with the ability to solve problems, or to "think outside the box":
We basically work with problems. [...] You are there to think outside the box, you have to bring an innovation, a great solution. Therefore, you are always being forced to propose this solution. Moreover, the demand for this is nonstop, creativity, the ability to deal with complicated situations (Leonardo, 28).
Even though working in the sector requires creativity, the programming languages themselves limit this, since they establish standards:
In our field mathematics is very important, but mathematics provides you with a resource, so what you do with this resource is up to your creativity. Programming lang uages restrict creativity because they impose standards. However, there are countless languages, many ways of making them communicate with each other, and that is where creativity comes into play. [...] Creativity can be found on both levels, as much in developing the product that was conceived as an idea, as in the concept of the product (Thales, 28).
Furthermore, this sector also needs repetitive and routine, and, therefore, less creative activities: 785 article | jacob carlos lima and aline suelen pires It is a very broad field, so it depends a lot on where you end up to be able to say whether you will develop that creativity or not. Depending on the type of job, we joke that we could be substituted by a monkey, you just click on one button like this and... I am at a place that is right in the middle: I am not limited to pressing buttons all the time, but the creativity in itself is quite difficult because your task is very specific (Laila, 25).
Creativity is therefore identified in different ways: in the need to find solutions, in the process of developing these solutions (programming itself, which languages or technologies to use, how to combine them), usability (thinking that the software or system is meant for a user and, therefore, must have an intelligible interface that is accessible and even aesthetically pleasing) and even in human relations that exist in work and in the established networks (what we call "flexibility"). The limits are also set by the work instrument, itself (the languages themselves establish standards), and by the work's controls.
Moreover, since the sector is very diversified, the possibility for mobilizing creativity depends on the tasks that the worker performs on the job.
Bridi and Motim (2014) present an example regarding routine jobs, which are represented by the work of data entry. 7 There are, however, other types of professionals in which the creative element can be relativized, such as in support roles. Cristiano, who is now a consultant, used to work in the support department of a large IT company when he did not have any specific training (before going to the university):
The position was called systems monitor. It was as if I were a support, an international call center. I had the company's mainframes and those of other companies, and I was working remotely here in Brazil as I monitored their operations.
If they fell, if there were some problem, it would appear on my screen, I would call the technical supervisors, the administrators, everything was done remotely, in India, the United States, Europe (Cristiano, 26) The activity described by Cristiano might be called high-skill telemarketing since it required knowing languages. In this case companies admit that knowing a language is the only prerequisite for the job since it is first-level support (there are other levels of support, which require more qualifications), knowledge of the product or system is basic and can be easily learned through training sessions offered by the company itself. This worker is not necessarily trained in the field, however, in many cases this work is the gateway for young graduates in the IT field who aim at making a career in major companies.
Furthermore, there is work in the so-called "software factories," which would be companies or parts of larger companies where the production process for software is guided by standardizing the activities, that is, a logic that is similar to the one that is seen in traditional industries is adopted in the production process. We cannot, however, claim that coding or programming is merely a "mechanical" activity devoid of the creative element. Some profes-786 youth and the new culture of work: considerations drawn from digital work sociol. antropol. | rio de janeiro, v.07.03: 773 -797, december, 2017 sionals seek to draw a distinction between the work done in software factories and other programming activities that would involve greater autonomy, initiative, and creativity, what they call software boutiques; in contrast to the "factory," the "boutique," at least on the level of ideals, would involve work that is much more creative, artistic, and personalized.
Despite the rapid changes and all the uncertainties that surround the work world, in general, and the IT sector, in particular, workers still desire a stable future, at least in the long term. Regarding ways of contracting, most of the workers interviewed prefer contracts subject to the Consolidated Labor Laws, mainly because of the benefits that go with being a salaried worker and because this type of contract is financially worthwhile. This, however, goes against the grain of flexibility and mobility, which belong to a sector characterized by innovation. The unique traits of the Brazilian IT sector must also be taken into consideration, a sector in which 70% of employees have formal contracts (Softex, 2012) . This situation stands in contrast to that of countries like the United States, England, and Argentina, yet resembles other European countries whose labor relations are more regulated (Miguez & Lima, 2016; MayerAhujaa & Wolf, 2007; Bergvall-Kåreborn & Howcroft, 2013) . The growing demand for these professionals in the labor market over the past 13 years must also be considered as it placed them in the relatively comfortable situation of being able to choose the type of contract they wanted, even though salaries did not always keep up with surge in demand.
These young people were born and brought up in a world that is "liquefied" (Bauman, 2001) , or rather, where short-lived relationships, the present, and the now prevail. Accordingly, it is to be expected that youth are increas- Additionally, some workers who intend on staying in the field can envision the possibility of still working at their current company ten years from now, especially those who are at larger companies that offer career opportunities.
Others who work in smaller companies and/or in smaller cities aim at finding opportunities in larger companies and/or in the state capital and even abroad, even though there are those who do not consider working and living in a big city.
There are also those who plan to open their own companies once they have a good idea worth trying in the market and a certain security in that decision-787 article | jacob carlos lima and aline suelen pires making. However, not everyone foresees themselves in this sector until retirement. In other words, the outlook is mixed, yet the high turnover in the sector signals a permanent search for the best labor conditions possible (Softex, 2012 ).
Leonardo's account highlights the importance of stability since he intends to forge a career in a solid company or open his own as soon as he figures out how to:
At first my idea is to stay in a company where I can have stability. I have thought about opening my own company, but not so much these days. Occasionally you get that idea and think "this is worth investing in," so everything depends on that gut feeling, a lot of feeling, that does not work (Leonardo, 28, IT consultant).
Others also acknowledge the obstacles in staying in the field, especially regarding the constant need to update knowledge and the intense pace of work that is required. They consider radically changing the direction of their career or even leaving the field altogether. Asked whether he intends on staying in the same job in the medium to long term, Roberto (24), who works in sales, answers that he does, but that he wants to change his way of working: With this in mind, staying in the field long term is constantly a question, especially for those who have been in the labor market for a long time.
In the interview with Catarina (32), she reveals that she is tormented by the thought of having to return to work the next day. She reports that she seeks to find "a way out" for her future, like opening a franchise, for example. At other times in the interview, she shows her perception that the sector is difficult by using expressions such as "the environment is very hostile," "you have to have thick skin," "people who are more sensitive suffer a lot in this field." Another interviewee, Bernardo (28), has a similar perspective: Similar perceptions can be found throughout the inter views. Some negative points that Bernardo attributes to the IT sector could perhaps be extended to various fields of work. However, the discussion proves to be revealing nonetheless about freelance and creative work, in which the IT sector 788 youth and the new culture of work: considerations drawn from digital work sociol. antropol. | rio de janeiro, v.07.03: 773 -797, december, 2017 is seen as paradigmatic. Generally, professionals think that they have freedom at work since the supervision is neither constant nor on site most of the time, that is, there is no "foreman" figure who controls the worker's every move, but the control is carried out through goals or results placed on workers, that is, this worker "must regularly account for results, and the objectives assigned can be updated time and again" (Zarifian, 2002: 27) .
Control is internalized by the worker and monitored by devices, which has the effect of extending the workday, inside and outside the company to the weekends and vacation; in other words, it never ends. The boundaries between work and not work are erased. Reading an e-mail, a WhatsApp message, or Messenger merges work and leisure since these could be both things at the same time .
A few inter viewees stated that working longer than the established workday or having to work extra hours are things that occur because projects tend to be poorly sized in terms of time and resources. Consequently, if the results are not achieved by the set deadline, the worker is made responsible and, in many cases internalizes the blame and the feeling of failure, a process that causes grief.
Castro (2013) Eric reports a health problem in the stomach, which he relates to the "politicking" that plays a part in his workplace on a daily basis, especially in the relationship with clients and their demands. Catarina blames work for the weight she has gained for the past several years and for the difficulty she has in losing it since she is in a constant state of anxiety, which leads her to "play down" how she eats.
Roberto acknowledges that he occasionally resorts to the use of painkillers or needs to "go out for a walk" to deal with workplace anxiety. Thiago says that:
I began to get a lot of gastritis and the doctor's diagnosis was that it was most likely nervous and related to stress from my job. Then I started having a lot of sentimental problems, in fact. I started to get depressed, rather irritated and it was indeed a result of my work environment (Thiago, 27) .
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In addressing the types of suffering and illness caused by work, Dejours (2000:14) points out that the economic reason, besides excluding workers who would not be suited for the job market (and, of course, they suffer), requires those who are working "to always perform better in terms of productivity, readiness, discipline and selflessness. We will only survive, they tell us, if we meet and exceed ourselves and become even more effective than our competition."
These workers suffer from demands for time, pace, training, information, learning, education level and degree, experience, speed of acquiring theoretical and practical knowledge, as well as adapting to the company culture, the market demands, client relations, among others. This may explain the high mobility of these workers from job to job, even though they assimilate rationales like personal growth, greater knowledge, continuing education, flexibility and other mantras in the managerial discourse.
in ConClusion: a new Culture of work?
What we call a "new culture of work" (Lima, 2010) appears in works by other authors as "culture of capitalism" (Sennett, 2006) , "business culture" (Barbosa, 2002) , as well as definitions of "flexible work" (Harvey, 1993) and other ways of characterizing changes in work relations and conditions arising from technological and organizational changes of the era known as productive restructuring, or economic restructuring, the political term for which is neoliberalism.
This era has begun to demand a new type of worker who needs to show a series of traits, abilities, and skills to be integrated into the current flexible labor market, including being adaptable to the most diverse situations; showing ability in very diverse activities; knowing how to work in a team with very different people; being ready to develop their business in varied places with flexible workdays; being mobile; knowing how to communicate and connect through networks; having the openness necessary to deal with the new; demonstrating creativity, autonomy, and self-control; knowing how to personally manage work and "career"; being agile and reactive; working "on a project basis," thinking in the short term, being free; taking risks (Boltanski & Chiapello, 2009; Sennett, 2009 ). As we can observe, these attributes go far beyond the formal and traditional aspects of being skilled, in that the subjectivity of the individual is at play and is implied in constituting this "flexible worker." The young person would have this profile, but not any young person, but rather the one who incorporated the discourse on the new temporalities of capitalism, the impermanence and permanent mobility that would be the very characteristics of the creative worker. Accordingly, we are talking about the profiles of "yes-yes" people and setting aside the excluded "neither-nor" people who neither study nor work, and whose outlook in life is remaining in unstable job markets, such as cheap hand labor in the formal-informal-illicit circuit. The workers we studied, the "yes-yes" type from the digital sector, are expected to be self-entrepreneurs, in a sense that is similar to informal workers whose insecurity is glamorized by the "creative" nature of their work. In the Brazilian case, they still enjoy a certain favorable market situation that is marked by regular employment, which does not mean they are stable. Their instability, however, is justified by the never-ending search for new challenges through a range of possibilities in which good compensation would be accompanied by greater production and greater pleasure in the work performed (Almeida & Eugênio, 2011: 14) .
However, if it is rare to achieve suitability to a standard of discourse that unites pleasure and accomplishment (work-creativity-innovation), then the suitability regulates behaviors. Yet this does not mean blind adherence to the dominant business discourse. The "yes-yes" youth from the digital sector want to be flexible, yet they want stability; they want to be creative, yet they want labor conditions that make this possible.
There is a widespread perception among these workers that this field is stressful and leads to elevated levels of anxiety. This results from not only the assimilated control, but also from the pressure of deadlines that are an outcome of project-based work and the client's control on work, which complements the job of the supervisor and the technology itself, which also acts upon this control.
Thus, we have the prolonged workday for handling deadlines, the blurring of the lines that separate the workplace from the space for private life through permanent access to the internet, which enables us to continue working at home, in a café, or in any other space, which reduces our free time. The tradeoff for a certain autonomy and creativity gained in the working process is the intensification of this process, which has implications on the workers' health and personal life.
The great mobility in employment and the high level of turnover for these workers could be possible sources of resistance in the absence of a collective reference for this category. The fragmentation of the sector, its diversity and the traits of the work make labor union organizing weak and unrepresentative. This does not mean that the workers are uninformed about their rights. Social networks make information available about jobs, income brackets and other data concerning the job market.
Even when working conditions are considered to be inadequate, the workers do not mention the absence of contracts governed by the Consolidated Labor Laws, or social rights. Most workers have formal contracts, but their insecurity is present daily, given the project-based work, the pressure to meet deadlines, the uncertain length of workdays, work's "colonization" of life by means of permanent work, which is not always seen as such. And finally, the perception of temporality in a new occupation, which is constantly changing as a result of the constant outdating of knowledge and skills and the fear of losing innovative energy that would mark youth. 2 We use IT "sector" and "field" as synonyms given that that is the workers' common usage.
3 We use the terms "workers" and "professionals" interchangeably; even considering that in the field there is trend toward specific training, the matter of what constitutes a career is still fuzzy.
4 We do not use the ILO's definition of teleworking, since it is too broad when considering the work performed in different spaces using information technologies. This definition includes workers in home offices (who work from home) and call centers, whose activities tend to be highly 6 This discussion can also be found in Guimarães (2005) .
7 The work of customs data entry personnel involves inputting data into databases, access to logs in the systems, issuing information, documents, invoices, among others and is therefore monotonous and repetitive (Bridi & Motim, 2014) .
JUVENTUDES E A NOVA CULTURA DO TRABALHO: CONSIDERAÇÕES A PARTIR DO TRABALHO DIGITAL

Resumo
O artigo discute de que maneira a "nova cultura do trabalho", caracterizada pelo discurso empresarial do trabalho flexível e pelas exigências de um trabalhador móvel, adaptável, criativo, inovador, autônomo e empreendedor de si, entre outros atributos subjetivos, tem no "jovem" seu tipo ideal. Assim, a "geração Y", tal como apresentada pela mí-dia e literatura empresarial, materializaria todas as "qua- 
